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1. Introduction 
On September 1, 2004, Chechen rebels took more than one 
thousand hostages at a school in Beslan, Russian Federation. 
During the incident, 331 people were killed. The death toll, 
which included nearly 186 children, highlighted precisely how 
vulnerable educational institutions can be to terrorist attacks. 
On December 16, 2014, Tehrik-i-Taliban conducted a terrorist 
attack on the Army Public School in Peshawar, Pakistan, killing 
141 people including 132 children. The attack immediately 
brought back memories of the Beslan school siege. On April 2, 
2015, gunmen stormed the Garissa University College in 
Garissa, Kenya, killing 148 people. These are but a few exam-
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ples of terrorist attacks on educational institutions. In the pe-
riod 1970–2013, more than 3,400 terrorist attacks on educa-
tional institutions took place in 110 countries. These attacks 
comprised 2.7 percent of all terrorist attacks worldwide during 
this period (Miller 2014).  
There are a number of reasons why terrorists might choose 
to deliberately target educational institutions over other civilian 
non-combatants (Bradford and Wilson 2013). For example, 
schools and other educational institutions represent “soft tar-
gets,” as relatively unguarded places where large numbers of 
people congregate at predictable times during the day, thus 
offering the potential for mass casualties (Molotch and 
McClain 2003). Another reason why terrorists might choose to 
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The purpose of this paper is to analyze the impact of terrorism-induced fear on employee job attitudes and absenteeism in the weeks following
the Army Public School attack in Peshawar, Pakistan. The paper is based on questionnaire data collected from 204 faculty members of public
sector universities in Peshawar using snowball sampling technique. We applied partial least squares structural equation modeling (PLS-SEM)
to analyze the entire impact path and found substantial support for our hypotheses. The results suggest that fear of terrorism affects absenteeism
directly, as well as indirectly via job attitudes. Further, perceived organizational support is found to attenuate the negative relationship between
fear of terrorism and job attitudes. Very few studies have examined the impact of societal variables such as national traumatic events on job-
related outcomes. 
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target educational institutions is that schools and schoolchil-
dren represent powerful symbolic targets evoking a strong 
emotional reaction. Further, if a terrorist organization wishes to 
portray a government as unable to protect its citizens from ter-
rorism, deliberately targeting children (arguably society’s most 
vulnerable sub-sector) can provide a powerful manifestation of 
‘governmental incompetence’ (Bradford and Wilson 2013; see 
also Perl 1997). Yet another reason why terrorists might 
choose to target educational institutions is the intense media 
coverage such an incident attracts, which provides a platform 
from which they can advance their cause, gain attention, am-
plify panic, and instigate fear (Perl 1997).  
The research available on the psychological reaction of em-
ployees to terrorism was mostly generated following the 9/11 
terrorist attacks and focused predominately on employees in 
the United States (for example, Ryan, West, and Carr 2003; 
Mainiero and Gibson 2003; Osinubi et al. 2008; Byron and 
Peterson 2002). Whereas the 9/11 studies evaluated the af-
termath of a discrete occurrence, after which recuperation 
could follow undisturbed by further attacks, continuous terror 
may evoke different employee responses (Shalev et al. 2006). 
For example, continuous terror may cause a permanent change 
in the way one views the world, particularly the assumption 
that the world is a safe place (Ronen, Rahav, and Appel 
Nevertheless, limited research has been conducted into the 
impact of terrorism-related stress on important personal and 
organizational outcomes such as job satisfaction, organiza-
tional commitment, and performance amongst employees 
working in organizations operating in an environment of ongo-
ing terrorism and war (e.g., Reade and Lee 2012; Reade 
2009; Bader and Berg 2013; Messarra and Karkoulian 2008). 
In one study, Kushnir, Fried, and Malkinson (2001) investi-
gated the relationship between the emotional reaction to a na-
tional traumatic event and work absenteeism among working 
adults in Israel. They suggested that future studies should at-
tempt to replicate this research in the context of other negative 
incidents associated with national political traumas. They also 
suggested research to examine the underlying cognitive pro-
cesses that mediate the relation of national traumatic events 
with absenteeism. To fill this empirical gap, the present study 
investigates the effect of fear of terrorism on employee absen-
teeism following a national traumatic event, but also examines 
the underlying cognitive processes that mediate the relation-
ship between fear of terrorism and absenteeism. The study was 
conducted six weeks following the Army Public School attack 
(hereinafter: the APS attack) in Peshawar, Pakistan. Although 
educational institutions in Pakistan have been targeted by ter-
rorists on several occasions, the APS attack instigated strong 
emotional reactions across the country as it was the deadliest 
terrorist attack in the country’s history resulting in the death of 
132 innocent schoolchildren ranging between eight and eight-
een years of age. The attack manifested government’s failure 
to provide security to the educational institutions. The wide-
spread reactions of shock, fear, and disbelief suggested that 
the event caused a trauma at the national level, which dimin-
ished, at least temporarily, the level of subjective well-being 
(SWB) among large portions of the Pakistani population. SWB 
is one’s cognitive and affective evaluation of one’s life (Diener, 
Diener, and Diener 1995). 
Using data from a survey of 204 faculty members of public 
sector universities in Peshawar, we empirically examine how 
fear of terrorism affects employee job attitudes and absentee-
ism. Drawing on affective events theory (AET; Weiss and Cro-
panzano 1996), in particular, we 1) examine the direct effect 
of fear of terrorism on overall job attitude; 2) examine the di-
rect effect of overall job attitude on absenteeism; 3) examine 
the direct effect of fear of terrorism on absenteeism; 4) analyze 
the mediating effect of overall job attitude in the relationship 
between fear of terrorism and absenteeism; and 5) investigate 
whether perceived organizational support (POS) moderates the 
relationship between fear of terrorism and overall job attitude. 
The major shortcoming of previous research on absenteeism 
has been its almost exclusive focus on the individual and work-
related factors, to the exclusion of societal and political events 
external to the individual and his/her specific work conditions 
(Kushnir, Fried, and Malkinson 2001). The study contributes 
to the literature by empirically examining the direct and indirect 
impact of terrorism-induced fear on absenteeism following a 
national traumatic event in a university setting, as well as by 
presenting a variety of findings on how to overcome problems 
associated with the psychological effects of terrorism. 
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This paper proceeds as follows: first, we present the concep-
tual framework and theoretical grounding before developing 
study hypotheses. We then explain our measures and discuss 
research methodology and data analysis techniques. After pre-
senting the results, the paper proceeds with a discussion of 
our findings and offers managerial implications. Moreover, fu-
ture research directions as well as study limitations are con-
sidered. 
 
2. Theoretical Background and Hypotheses 
2.1. Fear of Terrorism and Job Attitudes 
In terrorism literature, there is a consensus that a major ob-
jective of the perpetrators of terrorist acts is to disrupt society 
by provoking intense fear (Hall et al. 2002; Shirom et al. 2008; 
Schmid and Jongman 1988). Aly and Green (2010, 269) 
noted that “the very use of terror over terrorism in the popular 
vernacular implies that fear, or terror, has become the most 
pervasive element of terrorism.” In general, research has fo-
cused almost exclusively on assessing stress reactions in re-
sponse to discrete attacks such as 9/11 (for example, Schus-
ter et al. 2001; Galea et al. 2002), with little attention paid to 
ongoing reactions and fears, and particularly how anticipating 
future terrorist attacks affects people’s functioning moving for-
ward (Sinclair and LoCicero 2010; Shalev et al. 2006). 
Garofalo (1981, 841) defined fear (of crime) as “an emotional 
reaction characterized by a sense of danger and anxiety about 
physical harm,” and acknowledged that both actual and antic-
ipated fear can produce behavioral responses. For the purpose 
of measuring the psychological impact of fearing future terror-
ism, Sinclair and LoCicero (2007) developed the terrorism 
catastrophizing scale (TCS), which consists of three sub-
scales: rumination, magnification, and helplessness. Accord-
ing to Sinclair (2010), the concept of rumination has to do 
with the time and energy that is expended thinking about po-
tential threat. Those who engage in magnification show a ten-
dency to explode the threat in their minds and focus on the 
intense, low probability possibilities. Finally, in the context of 
extreme fear, helplessness sets in when people believe that 
there is nothing they can do to change this reality. Zimbardo 
and Kluger (2003) have characterized this psychological phe-
nomenon as a “pre-traumatic stress syndrome,” and are care-
ful to differentiate between reactions to discrete past events 
(retrospective reactions) and fear of future devastating attacks 
(prospective reactions). 
Scant research has considered the effect of non-job and ex-
ternal factors on employee job attitudes specifically in the con-
text of ongoing terrorism (for example, Reade and Lee 2012; 
Reade 2009; Bader and Berg 2013). Eagly and Chaiken 
(1993, 1) defined attitude as “a psychological tendency that 
is expressed by evaluating a particular entity with some degree 
of favor or disfavor.” Thus, the concept of evaluation is a uni-
fying theme in attitudes research (Judge and Kammeyer-
Mueller 2012). Defined as an attitude, job satisfaction is “a 
positive (or negative) evaluative judgment one makes about 
one’s job or job situation” (Weiss 2002, 175). Organizational 
commitment, on the other hand, reflects a psychological state 
linking an individual to the organization based on identification 
with the organization’s values and goals (Meyer and Allen 
1991). In Meyer and Allen’s (1991) three-dimensional recon-
ceptualization, affective commitment is the most strongly over-
lapping in constitutive and operational definition with attitude 
(Solinger, Olffen, and Roe 2008). Consistent with previous 
suggestions, it is reasonable to treat job satisfaction and af-
fective commitment as specific reflections of a general atti-
tude, as each is a fundamental evaluation of one’s job experi-
ences (Harrison, Newman, and Roth 2006). Thus, in this study 
we conceptualize both job satisfaction and affective commit-
ment as indicating an underlying overall job attitude.  
Traditionally, social psychologists have argued that attitudes 
are composed of affective, cognitive, and behavioral compo-
nents (Breckler 1984; Rosenberg, and Hovland 1960). The 
contemporary view, however, distinguishes an attitude from af-
fect, cognition, and behavior, but regards them, on the one 
hand, as antecedents or information bases from which evalu-
ative summaries are derived (Olson and Zanna 1993; Weiss 
2002; Crites, Fabrigar, and Petty 1994) and on the other hand, 
as consequences or expressive responses (Eagly and Chaiken 
1993; Zanna and Rempel 1988). Whereas there are several 
antecedents of job attitudes (Judge and Kammeyer-Mueller 
2012; Mathieu and Zajac 1990), fear is definitely a factor in-
fluencing them (McShane and Von Glinow 2014). Terrorism-
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induced fear can have adverse effects on job-related attitudes 
(Malik, Abdullah, and Uli 2014). For example, negative atti-
tudes can be expressed toward the organization as an em-
ployer, who is held responsible for not securing the personal 
safety of employees (Mainiero and Gibson 2003; Bader and 
Berg 2013), toward the team, since terrorism leads to a de-
creased willingness to cultivate occupational networks 
(Kastenmüller et al. 2011), or toward a specific task one is 
performing, because other things in life become more im-
portant (Yum and Schenck-Hamlin 2005). Employees may de-
velop what Kleinberg (2005, 204) defined as “Worker’s 
Block,” “an emotional, attitudinal, and relational disengage-
ment from the job.” In a study among managers in Sri Lanka, 
Reade (2009) found that employee sensitivity to terrorism was 
negatively related to job satisfaction and organizational com-
mitment. Moreover, Bader and Berg (2013) results showed 
that terrorism-induced stress caused negative attitudes toward 
the organization, the job/task itself, and the team. Nellis 
(2009, 336) in her study concluded that “fear is a powerful 
motivator for individuals’ behaviors and attitudes.” Thus, the 
following is derived:  
Hypothesis 1: Fear of future terrorism has a direct negative 
effect on overall job attitude. 
 
2.2. Job Attitudes and Absenteeism 
Employee withdrawal from an organization can take many 
behavioral forms, including lateness, absenteeism, and turno-
ver (Beehr and Gupta 1978). Many theories propose that peo-
ple who dislike their jobs will avoid them, either permanently 
by quitting or temporarily by coming in late or being absent 
(Cohen and Golan 2007; Rosse 1988). Absence from work is 
a major problem for many organizations and their employees 
(Ybema, Smulders, and Bongers 2010; Jex and Britt 2008). 
Absenteeism has appropriately been called the “common 
cold” among human resource management problems 
(McShane 1984). Johns (2002, 437) defines absenteeism as 
“the failure to report for scheduled work.” Such absence dis-
rupts the work processes, increases costs, leads to decreased 
productivity, and increases the workload among coworkers 
(which is likely to lead to conflict with the absent worker on 
his/her return) (Goodman and Atkin 1984; Mathis, Jackson, 
and Valentine 2014; Nguyen, Groth, and Johnson 2016). 
Moreover, absence is an indirect measure of workers’ health 
and well-being (Griep et al. 2010; Ybema, Smulders, and 
Bongers 2010).  
Hanisch and Hulin (1991) theorized that absenteeism and 
other withdrawal behaviors (such as lateness and turnover) re-
flect “invisible” attitudes such as job dissatisfaction, dimin-
ished organizational commitment, or an intention to quit. Ac-
cording to this view, an employee who is absent from work is 
consciously or unconsciously expressing negative attachment 
to the organization (Sagie 1998). On the other hand, employ-
ees who are highly satisfied with their jobs or strongly commit-
ted to the organization will avoid withdrawal behaviors and 
maintain continued attachment to work (Blau and Boal 1987; 
Punnett, Greenidge, and Ramsey 2007; Bakker et al. 2003; 
Harrison, Newman, and Roth 2006; Wegge et al. 2007). Con-
sistent with this line of reasoning, several causal models (in-
cluding Brooke 1986; Brooke and Price 1989; Gellatly 1995; 
Hanisch and Hulin 1991; Steers and Rhodes 1978; Meyer and 
Allen 1991) have included job-related attitudes among the de-
terminants of employee absenteeism. As Harrison and Martoc-
chio (1998, 320) noted that “employees with high levels of 
organizational commitment identify with a particular firm; they 
are less likely to miss work because it jeopardizes their mem-
bership in it.” Similarly, employees who are satisfied with vari-
ous aspects of their jobs are less likely to be absent (McShane 
1984). Accordingly, higher organizational commitment and job 
satisfaction imply lower employee absenteeism. Based on 
these arguments, we hypothesize:  
Hypothesis 2: Overall job attitude has a direct negative effect 
on absenteeism. 
 
2.3. Fear of Terrorism and Absenteeism 
Absenteeism may also be a way of recuperating from stress 
when individuals do not possess the resources required to deal 
with demands in the workplace (Bakker et al. 2003). This ex-
planation stipulates that absenteeism may be used as a cop-
ing mechanism to deal with job strain and that it is not simply 
a behavioral reaction to dissatisfaction (Johns 1997; Westman 
and Etzion 2001). Immediately following a terrorist attack, em-
ployee absenteeism may increase for a number of possible 
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reasons: First, employees may find it difficult to attend the 
workplace. For example, some people developed phobias that 
made it very difficult to be at work following the 9/11 terrorist 
attacks (Inness and Barling 2005). Second, employees who 
are physically injured may need to be absent from work in or-
der to recover (Shamian et al. 2003). Third, employees may 
become sick due to a weakened immune system (Inness and 
Barling 2005). Fourth, if there are ongoing government alerts 
of the likelihood of further attacks, employees may find it diffi-
cult to return to work (Malik, Abdullah, and Uli 2014). Fifth, 
employees may show a desire to be connected to friends and 
family as they believe that the organization is unlikely to pro-
vide the needed connectedness (Mainiero and Gibson 2003). 
Lastly, employees’ personal resources may be compromised, 
given the prevalence of various forms of psychological distress 
that tend to follow a terrorist attack. In the wake of a disaster 
such as terrorism, employees may be offering a great deal of 
social support to their colleagues (Kaniasty and Norris 1995). 
This may increase the possibility that they will experience emo-
tional exhaustion or depression, and require respite from the 
workplace (Bakker et al. 2003). 
Two studies illustrate how national traumatic events can af-
fect employee absenteeism, both positing stress-related 
mechanisms. First, Byron and Peterson (2002) reported more 
absence following the 9/11 terrorist attacks among those who 
experienced more strain. Second, Kushnir, Fried, and Mal-
kinson (2001) examined absenteeism following the assassi-
nation of Israeli Prime Minister Yitzhak Rabin. Their results 
showed that those who were more emotionally affected were 
more likely to be absent, particularly women and those who 
were pessimistic. While employees who are dissatisfied with 
their jobs and/or are less attached to their organizations may 
be more likely to be absent, we also expect that terrorism-in-
duced fear will be positively related to employee absenteeism 
beyond the potential effects of job attitudes on absenteeism.  
Hypothesis 3: Fear of future terrorism has a direct positive 
effect on absenteeism. Employees who experienced high levels 
of terrorism fears in the wake of the APS attack were more likely 
to be absent from work following this event.  
2.4. Mediating Role of Job Attitudes  
Affective events theory proposes that experiencing positive 
and negative work events leads to affective reactions that in 
turn lead to affect-driven, relatively spontaneous behaviors, as 
well as job attitudes (Weiss and Cropanzano 1996). Job atti-
tudes influence judgment-driven behaviors, which are more 
calculated. Thus, affect-driven behaviors are direct responses 
to affective experiences, whereas judgment-driven behaviors 
are mediated by job attitudes. Supporting this assumption, 
Fisher (2002) found that turnover intentions were better pre-
dicted by job attitudes than by affective reactions (judgment-
driven behavior), whereas altruism was better predicted by af-
fective reactions than by job attitudes (affect-driven behavior). 
In the context of terrorism, Bader and Berg (2013) in their 
study found that the effect of terrorism-induced stress on per-
formance was mediated by job attitudes. In a study by 
Mainiero and Gibson (2003), in which 5,860 respondents 
were surveyed three months following the events of 9/11, em-
ployees exhibited three emotional responses: fear, denial, and 
anger. Respondents reporting profound fear described them-
selves as “dumbfounded and scared,” denial manifested as 
being dismissive of coworkers who claimed trauma as a result 
of 9/11 and expressing that it “should not affect” their working 
life, while anger was directed at employers who were perceived 
as being unsympathetic to the emotional ramifications. Such 
emotional reactions create conflict and reduced well-being in 
workplace relationships and lead to decreased satisfaction 
and increased stress resulting in absenteeism, turnover, and 
decreased productivity (Howie 2007). It is plausible to assume 
that if the employers are unresponsive to employees’ emo-
tional reactions following a terrorist attack, employees may be-
come dissatisfied with their jobs and less committed to their 
organizations. In turn, negative job attitudes may trigger vari-
ous behavioral withdrawal reactions such as absenteeism and 
turnover intentions. Based on these arguments, we hypothe-
size:  
Hypothesis 4: Overall job attitude mediates the effect of fear 
of future terrorism on absenteeism.   
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2.5. Moderating Role of Perceived Organizational Support 
Perceived organizational support (POS) refers to “employees’ 
beliefs concerning the extent to which the organization values 
their contribution and cares about their well-being” (Eisen-
berger et al. 1986, 500). When employees feel that the organ-
ization cares about them, they not only feel obligated to recip-
rocate by exerting greater effort on the job (Rhoades and Ei-
senberger 2002), but are also less stressed by external factors 
(Reade and Lee 2012; Bader and Berg 2014). Applied to the 
current research contextof workers’ concerns about terrorism, 
POS can be expressed by assuring the workers that everything 
possible is done to protect them in the workplace. Support-
seeking and/or acceptance of support offered by others has 
been shown to be a major coping mechanism following trau-
matic events (Murphy, Johnson, and Beaton 2004). For exam-
ple, Ryan, West, and Carr (2003), in a study that found no 
significant change in employee attitudes following the 9/11 
terrorist attacks, noted that the organization in question had 
responded actively to the event. The organization provided 
counselors to discuss employee fears and concerns, employ-
ees and supervisors were reminded about the organization’s 
employee assistance program, and special collections were or-
ganized for disaster relief. Byron and Peterson (2002) found 
that targeted organizational social support in the context of 
9/11, (such as organizing a blood drive or a fundraiser for vic-
tims) was negatively related to job dissatisfaction. The authors 
noted that employees may expect their organizations to “step 
up to the plate,” even when a stressor is outside the domain 
of the organization. In the same vein, Reade and Lee (2012) 
found that as an internal organizational variable, POS can at-
tenuate the negative effect of employee sensitivity to external 
stressors on organizational commitment. In general, social 
support applies a lever to the individual’s fear level; if the sup-
port is perceived as valuable, the negative effects of fear can 
be diminished (Inness and Barling 2005; Malik, Abdullah, and 
Uli 2014). Thus, we submit that POS in the form of recognition, 
trust, and care about employees’ well-being can play a similar 
buffering role between terrorism-induced fear and overall job 
attitude. Hence, we expect:  
Hypothesis 5: POS positively moderates the negative rela-
tionship between fear of future terrorism and overall job atti-
tude. Specifically, the negative relationship between fear of fu-
ture terrorism and overall job attitude will be weaker (stronger) 
when POS is high (low). 
Our hypotheses are summarized in Figure 1. The model 
draws on affective events theory and posits that fear of future 
terrorism affects absenteeism directly, as well as indirectly 
through overall job attitude. Further, we believe that internal 
organizational variable, POS, will moderate the relationship be-
tween terrorism-related fear and overall job attitude. 
 
3. Methodology 
3.1. Research Setting and Sample 
In the “Global War on Terrorism,” Pakistan became not only 
a frontline fighter, but also a frontline target of terrorism. Paki-
stan is one of the countries most vulnerable to terrorist attacks, 
and terror has expanded to the whole population (Gibney et al. 
2016). Between 2003 and 2017, nearly 21,763 civilians and 
6,745 security force personnel were killed in terrorist attacks 
(South Asia Terrorism Portal 2017). Pakistan experienced 753 
terrorist attacks on educational institutions between 1970 and 
2013, 724 (96 percent) of which took place between 2004 
and 2013. In the period 2004–2013, far more attacks on ed-
ucational institutions took place in Pakistan than in the next 
three countries combined, that is, Thailand (213), Afghanistan 
(205), and Iraq (184) (Miller 2014).  
The study was conducted in Peshawar, Pakistan. Peshawar 
is the capital of Khyber Pakhtunkhwa province, located in 
north-western Pakistan about 160 kilometers west of the fed-
eral capital Islamabad. Peshawar provided an appropriate re-
search setting for two reasons. First, Peshawar has witnessed 
more terrorist attacks on educational institutions than any 
other city in Pakistan. Second, in Verisk Maplecroft’s new 
Global Alerts Dashboard (GAD), Peshawar is ranked as the 
seventh most dangerous city in the world. The study was con-
ducted approximately six weeks following the APS attack and 
comprised faculty members of three public sector universities 
in Peshawar. The decision to wait six weeks after the event was 
taken after careful consideration of our need to wait long 
enough to obtain sufficient variation on our measures (such as 
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absenteeism), but short enough for respondents to retrieve 
their memories of the event accurately. Data were collected 
cross-sectionally through the use of a structured questionnaire. 
The questionnaire was administered in English, which is the 
medium of instruction for all high schools and university edu-
cation in Pakistan. Snowball sampling technique was used as 
a means to construct a sample of faculty members, as the sur-
vey included sensitive personal and organizational information 
(Biernacki and Waldorf 1981). In accordance with this sam-
pling method, fifteen to twenty questionnaires were given to 
each of thirty initial respondents who were recruited through 
personal contacts of the research team. The initial respondents 
in turn distributed questionnaires and envelopes to their col-
leagues in the workplace. Questionnaires were returned anon-
ymously either directly to the research team or via the initial 
respondents. 
Of the initial 500 questionnaires sent out, returned question-
naires numbered 216, yielding a 43 percent response rate, 
and 204 usable questionnaires. With n = 204, our sample met 
the “10 times rule” standards and was large enough for mean-
ingful analyses (Barclay, Higgins, and Thompson 1995). A ma-
jority (n = 153) of the respondents were men. The average age 
of respondents was 35 years, and the average organizational 
tenure was eight years (ranging from lecturer to professor). Re-
spondents were well-educated, with all holding a bachelor’s 
degree or higher. 
 
 
        Fear of 
future  
terrorism 
Perceived organiza-
tional support 
Job satisfaction Affective com-
mitment 
 
Rumination 
 
Magnification 
 
Helplessness 
 
 
: Direct effect 
: Moderating effect 
: First-order construct 
: Reflective second-order construct 
 H1 (-)
   H3 (+)
     H5 (+)
 
Absenteeism 
    H2 (-) 
   Mediation: H4
Overall   
job attitude 
Control variables
 Age 
 Gender 
 
Figure 1: Conceptual framework. 
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3.2. Measures 
3.2.1. Fear of Future Terrorism 
Fear of future terrorism was specified as a second-order con-
struct, consisting of three first-order constructs: rumination, 
magnification, and helplessness. The three first-order con-
structs were measured with thirteen items developed by Sin-
clair and LoCicero (2007). Sample items from the respective 
sub-scales include, “I frequently think about the threat of fu-
ture terrorism,” “I worry that the threat of terrorism will never 
end,” and “there is little I can do to protect myself from terror-
ism.” Respondents were instructed to recall their memories 
and report their level of agreement or disagreement with the 
statements during the week following the APS attack. Re-
sponse formats were labeled from 1 = “strongly disagree” to 5 
= “strongly agree.” Composite reliability (CR) was 0.887 for 
rumination, 0.855 for magnification, 0.891 for helplessness, 
and 0.920 for overall fear of terrorism.  
3.2.2. Overall Job Attitude 
The study specified overall job attitude as a second-order 
construct, comprising two first-orders reflective constructs: job 
satisfaction and affective commitment. Job satisfaction was 
measured with five items developed by Brayfield and Rothe 
(1951). A sample item is “I feel fairly well satisfied with my 
present job.” Affective commitment was measured with six 
items developed by Meyer, Allen, and Smith (1993). A sample 
item is “this organization has a great deal of personal meaning 
for me.” Response formats were labeled from 1 = “strongly 
disagree” to 5 = “strongly agree.” CR was 0.872 for job satis-
faction, 0.935 for affective commitment, and 0.914 for overall 
job attitude.  
3.2.3. Perceived Organizational Support 
In order to gauge the POS, we used eight items from Eisen-
berger et al. (1986), five of them modified to the special chal-
lenges in a terrorism-endangered country (Bader 2015). Sam-
ple item is “the security measures are adequate to prevent fu-
ture terrorist attacks.” Response formats were labeled from 1 
= “strongly disagree” to 5 = “strongly agree.” CR for the scale 
was 0.905.  
3.2.4. Absenteeism 
Absenteeism was assessed using one item asking respond-
ents how many days of scheduled work they had missed in the 
one-month period following the APS attack due to concern 
about possible future terrorist attacks. While there are draw-
backs to using self-report measures of absenteeism, Harrison 
and Shaffer (1994, 250), in a large-scale study of absentee-
ism, concluded that “self-reports are reasonable substitutes 
for other measures” under certain conditions, for example 
when data are collected anonymously. Moreover, evidence 
also indicates that self-reported absenteeism might serve as a 
valid measure in some correlational research designs (Johns 
and Miraglia 2015).  
3.2.5. Demographic Control Variables 
In order to mitigate potential sources of systematic errors, age 
and gender were included in the structural model as control 
variables. These two factors are posited to affect employee ab-
senteeism (Muchinsky 1977). 
 
4. Data Analysis 
Partial least squares (PLS), specifically SmartPLS v. 3.2.5 
(Ringle, Wende, and Becker 2015), was used to estimate both 
the measurement and the structural model. PLS has several 
strengths that made it appropriate for this study, including its 
soft distribution assumptions, its flexibility in modeling hierar-
chical component models, and its ability to handle complex 
models such as the combination of mediating and moderating 
effects (Chin 2010; Henseler, Ringle, and Sinkovics 2009; 
Astrachan, Patel, and Wanzenried 2014). We used bootstrap-
ping (1,000 resamples) to generate standard errors and t-sta-
tistics to evaluate the statistical significance of the path coef-
ficients. The second-order constructs, fear of future terrorism 
and overall job attitude, were approximated using the repeated 
indicators approach (Lohmöller 1989; Wold 1982; Wetzels, 
Odekerken-Schröder, and van Oppen 2009).  
 
5. Results  
5.1. Common Method Bias 
The unmeasured latent methods factor test (Podsakoff et al. 
2003) was performed to examine the impact of common 
method bias. We introduced a common method variance fac-
tor that included indicators for all principal constructs and cal-
culated the degree to which each indicator’s variance was ex-
plained by its principal construct (i.e., substantive variance) 
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and by the common method variance factor. The results 
showed that 30 of the 33 method factor loadings were insig-
nificant and that the indicators’ substantive variances were 
substantially greater than their method variances. This indi-
cated that common method bias was not a significant problem 
with regard to our data. 
 
5.2. Measurement Model Results 
To check the properties of the measurement scales, we con-
ducted confirmatory factor analysis (CFA) to assess reliability, 
convergent validity, and discriminant validity of the scales. As 
shown in Table 1, all the alpha coefficients, CR estimates, and 
average variance extracted (AVE) values were above their cut-
off values of 0.7, 0.7, and 0.5, respectively (Hair et al. 2016; 
Henseler, Hubona, and Ray 2016). To assess convergent va-
lidity, factor loadings of scale items on their respective con-
structs were examined. All item loadings were above the 
threshold value of 0.7, except for one item from the affective 
commitment scale (0.378) and two items from the POS scale 
(0.462 and 0.588). Owing to their weak loadings, these three 
items were removed from further analysis. As mentioned ear-
lier, fear of future terrorism and overall job attitude were mod-
eled as second-order reflective constructs in this study. CR and 
AVE for fear of future terrorism equaled 0.890 and 0.731, re-
spectively, and for overall job attitude 0.905 and 0.828, re-
spectively, providing evidence of reliable second-order con-
structs. Further, all loadings of the second-order constructs on 
the first-order constructs were significant at p < 0.01 (see Fig-
ure 2).  
Discriminant validity was tested in three different ways 
(Henseler, Hubona, and Ray 2016; Voorhees et al. 2016). 
First, for each scale, item cross-loadings were lower than factor 
loadings (Chin 1998). Second, the square root of AVE value 
for each scale was higher than the construct’s respective cor-
relation with all other constructs (Fornell and Larcker 1981) 
(see Table 2). Third, we used the heterotrait-monotrait ratio of 
correlations (HTMT; Henseler, Ringle, and Sarstedt 2015). In 
this vein, all values were below the more conservative thresh-
old value of 0.85 (Clark and Watson 1995; Kline 2011) (see 
Table 1: Psychometric properties for the first-order constructs. 
Construct 
No. of 
itemsc 
Loading 
ranged 
Alpha CR AVE 
Ruminationa 5(5)  0.718-0.851 0.839 0.887 0.611 
Magnificationa 3(3) 0.791-0.853 0.745 0.855 0.662 
Helplessnessa 5(5) 0.724-0.819 0.848 0.891 0.621 
Job satisfactionb 5(5) 0.701-0.792 0.820 0.872 0.578 
Affective commitmentb 5(6) 0.378-0.922 0.913 0.935 0.742 
POS 6(8) 0.462-0.850 0.878 0.905 0.615 
Absenteeism 1(1) Single-item construct 
a First-order constructs of the higher-order construct fear of future terrorism. 
b First-order constructs of the higher-order construct overall job attitude. 
c Final items numbers (initial numbers).  
d Items with factor loadings less than 0.7 were deleted. 
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Table 3). Together, the above results provided evidence for 
convergent and discriminant validity.  
 
5.3. Hypothesis-testing 
The R 2 was evaluated to access the model fit of the proposed 
structural model. A bootstrapping resampling procedure 
(1,000 resamples) then proceeded to test the proposed hy-
potheses using t-tests. As shown in Figure 2, the R 2 for overall 
job attitude was 0.495, suggesting 49.5 percent of the vari-
ance in the outcome variable. The R 2 for absenteeism, on the 
other hand, was 0.296. Together, the results implied a satis-
factory and substantial model. The results of bootstrapping 
resampling analysis indicated that all path coefficients were 
statistically significant (t values greater than 1.96) and in the 
predicted direction, which lent support to H1, H2, and H3. 
Blindfolding procedure (omission distance = 7) to evaluate the 
Stone-Geisser criterion (Geisser 1974; Stone 1974) revealed 
Q 2 values greater than 0 for the endogenous latent variables, 
indicating a sufficient predictive relevance (Chin 1998; 
Henseler, Ringle, and Sinkovics 2009). Finally, the analysis of 
control variables suggested that there was a significant 
positive effect of age on absenteeism whereas the effect of 
gender was insignificant (see Figure 2).  
Table 2: Means, standard deviations, and correlations among constructs. 
Construct Mean 
 
SD 
 
1 2 3 4 5 6 7 8 9 
1. Gender 0.75 
 
0.437 
 
n.a.         
2. Age 35.43 
 
10.899 
 
0.094 n.a.        
3. Ruminationa 2.88 
 
0.872 
 
-0.206 -0.292 0.782*       
4. Magnificationa 2.90 
 
1.018 
 
-0.238 -0.352 0.561 0.814*      
5. Helplessnessa 2.91 
 
0.842 
 
-0.217 -0.310 0.714 0.530 0.788*     
6. Job satisfactionb 3.02 
 
0.770 
 
0.182 -0.097 -0.501 -0.411 -0.348 0.760*    
7. Affective commitmentb 2.97 
 
0.835 
 
0.228 0.139 -0.523 -0.387 -0.399 0.691 0.861*   
8. POS 2.79 
 
0.652 
 
0.083 0.276 -0.312 -0.078 -0.135 0.328 0.623 0.784*  
9. Absenteeism  3.12 
 
2.373 
 
-0.185 0.010 0.477 0.289 0.291 -0.424 -0.524 -0.288 n.a. 
*The square root of the AVE on the diagonal (in bold). 
n.a.: not applicable.   
a First-order constructs of the higher-order construct fear of future terrorism. 
b First-order constructs of the higher-order construct overall job attitude. 
IJCV: Vol. 11#09/2017 
Malik, Shahzad, Kiyani: The Impact of Terrorism-induced Fear on Job Attitudes and Absenteeism Following a National Traumatic Event: Evidence 
from Pakistan 
11
 
 
 
 
 
 
We applied the bootstrapping method to test the significance 
of indirect effect (Preacher and Hayes 2008, 2004). The re-
sults indicated that overall job attitude mediates the relation-
ship between fear of future terrorism and absenteeism with a 
point estimate of 0.148. Because zero was not included in the 
95 percent confidence interval (0.097; 0.205), we concluded 
that the indirect effect is significantly different from zero at p < 
0.05. Thus, H4 was supported. To estimate the size of the in-
direct effect, we used the variance accounted for (VAF; Shrout 
and Bolger 2002) value, which represents the ratio of the in-
direct effect to the total effect. The VAF of the partial media-
tions is normed between 0 percent and 100 percent. Higher 
values indicate stronger partial mediations (Klarner et al. 
2013). The VAF value of 0.340 (0.148 / 0.435) indicated that 
34 percent of the total effect of fear of future terrorism on ab-
senteeism was explained by the indirect effect via overall job 
attitude.  
 Finally, we applied PLS product indicator approach (Chin, 
Marcolin, and Newsted 2003) to detect the moderating effect 
of POS on the relationship between fear of future terrorism and 
overall job attitude. Following the guidelines of Chin (2010), a 
bootstrap resembling procedure was performed to assess 
whether the interaction effect is significant. The results of 
1,000 resamples indicated that path coefficient of 0.260 for 
the interaction construct was significant at p < 0.01 (t value = 
4.027) (see Figure 3). Thus, as POS increases in value, the 
strength of the conditional relationship between fear of future 
terrorism and overall job attitude is weakened.    
As suggested by Henseler and Fassott (2010), the moderat-
ing effect was further assessed by comparing the proportion of 
variance explained (as expressed by the coefficient of determi-
nation R 2) of the main effects model (i.e., the model without 
moderating effect) with the R 2 of the full model (i.e., the model 
including the moderating effect). The difference in R 2 assesses 
the overall effect size f 2 for the interaction effect (i.e., R 2in-
cluded – R 2excluded / 1 – R 2included). Values of 0.02, 0.15, 
and 0.35 indicate that the interaction term has a small, me-
dium, or large effect on the criterion variable. The results 
showed that the size of the moderating effect is small (f 2 = 
0.10; Cohen 1988). Consequently, it was confirmed that POS 
moderates the relationship between fear of future terrorism 
and overall job attitude, thus supporting H5.  
Table 3: HTMT results 
Construct 1 2 3 4 5 6 7 
1. Ruminationa        
2. Magnificationa 0.710       
3. Helplessnessa 0.827 0.668      
4. Job satisfactionb 0.588 0.521 0.416     
5. Affective commitmentb 0.606 0.484 0.452 0.752    
6. POS 0.373 0.282 0.231 0.447 0.681   
7. Absenteeism  0.526 0.329 0.311 0.471 0.551 0.308  
a First-order constructs of the higher-order construct fear of future terrorism. 
b First-order constructs of the higher-order construct overall job attitude. 
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6. Discussion 
The study sought to analyze the impact of fear of terrorism 
on employee job attitudes and absenteeism following a na-
tional traumatic event (in this case the APS attack). The study 
also investigated the moderating role of POS in the relationship 
between fear of terrorism and overall job attitude. The results 
suggest that fear of terrorism has a direct negative effect on 
job attitudes. This result is consistent with previous findings 
indicating that employee sensitivity to terrorism is negatively 
associated with employee attitudes toward the organization, 
team, and job (Reade 2009; Reade and Lee 2012; Bader and 
Berg 2013). Managers should be aware of the likelihood that 
witnessing external traumatic events can arouse strong nega-
tive emotions such as fear and anger, and that employees are 
most likely to express them toward people who are closest to 
them (Mainiero and Gibson 2003). Because these emotions 
are aroused from outside the organization, managers are less 
able to control them. Having said that, managers need to be 
cognizant of such potential emotions and learn how to respond 
to them in a timely and effective manner. By bringing emotions 
arising from external factors into the models of job attitudes, 
we call attention to the need for extending the existing models 
that typically assume that the level of employee job attitudes 
is determined by factors internal to the organization. The re-
sults further suggest that overall job attitude has a direct neg-
ative effect on absenteeism. The result is consistent with pre-
vious findings indicating that employees who are dissatisfied 
with their jobs and/or less committed to their organizations are 
Job satisfaction Affective com-
mitment 
 
 
: Direct effect 
: First-order construct 
: Reflective second-order construct 
        .284(3.054) 
   -.353(4.502) 
 .944(149.404)       .874(65.751)
       .914(69.941) 
   .897(54.912) 
      .744 
    (30.383) 
Perceived organiza-
tional support 
        .485(10.856)
Age 
    .126(2.280) 
 
Rumination 
 
Helplessness 
 
Figure 2. Main effects model. 
 
Magnification          -.413(8.417)
        Fear of 
future  
terrorism 
 Note. t-values in parenthesis  
R 2 = 0.495
Overall        
  job attitude  
-0.053
(0.781) 
R 2 = 0.296
Absenteeism 
 
Gender 
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more likely to be absent from work (Sagie 1998; Harrison and 
Martocchio 1998). Given that negative job attitudes are more 
likely to engender work withdrawal behaviors, “it behooves hu-
man resource managers to design and support initiatives and 
programs to help shift employee attitudes in a more positive 
direction” (Reade 2009, 480). Initiatives and programs would 
need to address job satisfaction, organizational commitment, 
perceived organizational support, and feelings of fear and vul-
nerability. These might take the form of employee assistance 
programs, counseling, and anti-stress programs (Reade 2009; 
Bader and Berg 2014).  
Another important finding is that fear of terrorism has a direct 
positive effect on absenteeism. The result is consistent with 
previous research indicating that employees who experience 
strain from an external traumatic event may be more likely to 
absent in the weeks after the event (Byron and Peterson 2002; 
Kushnir, Fried, and Malkinson, 2001). This way absenteeism 
may be viewed as a “hot” reaction to the experience of a strong 
negative emotion. The finding suggests that absenteeism can 
be regarded as a form of coping behavior with increased fear 
by temporarily withdrawing from a threatening situation (Kris-
tensen 1991). The results further suggest that overall job atti-
tude partially mediates the effect of fear of terrorism on absen-
teeism. The result is consistent with previous research suggest-
ing that job attitudes mediate the relationship between affec-
Job satisfaction Affective com-
mitment 
 
 
: Direct effect 
: First-order construct 
: Reflective second-order construct 
        .285(3.141)
   -.351(4.632) 
 .942(149.815)       .877(69.948)
       .914(66.936) 
   .897(53.806) 
      .744 
    (31.912) 
Perceived organiza-
tional support 
        .351(7.705)
Age 
    .126(2.099) 
 
Rumination 
 
Helplessness 
 
Figure 3. Interaction effect model: POS as a 
moderator. 
 
Magnification             - .407(9.812)
 Note. t-values in parenthesis  
-0.053
(0.766) 
R2 = 0.299
Absenteeism 
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        Fear of 
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terrorism 
      .260
     (4.027) R2 = 0.543
Overall         
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: Moderating effect 
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tive reactions and judgment-driven behaviors (Weiss and Cro-
panzano 1996). According to Morrison and Robinson (1997), 
psychological contract breach is likely to result when employ-
ees perceive that they have made contributions as promised, 
yet the employer failed to reciprocate these contributions. In 
the context of terrorism, this may also hold for the violation of 
more explicit agreements, such as the “duty of care” (i.e., the 
requirement that everything reasonable be done to protect the 
health and safety of employees). This can also be interpreted 
as inequity; inequity occurs when in the perception of employ-
ees the employer has failed to adequately meet promised ob-
ligations (van Emmerik, Euwema, and Bakker 2007). Maslow 
(1943) noted that physiological and safety needs are the most 
fundamental in his hierarchy of needs, particularly in the after-
math of disaster, when the most immediate needs are for 
safety, medical attention, food, and shelter (Schouten, Calla-
han, and Bryant 2004). When psychological contract of safety 
is violated (as after a terrorist attack), employees are likely to 
hold their organizations responsible because they expect that 
their organizations can and should maintain the workplaces a 
safe and trusting place (Howie 2007). Organizational failure to 
deliver is associated with diminished job satisfaction and low-
ered commitment to the organization (Bal et al. 2008). In turn, 
negative job attitudes may trigger various behavioral with-
drawal reactions (Zhao et al. 2007). Consequently, the “cog-
nitive route” through which fear of terrorism affects absentee-
ism can be more detrimental to individual and organizational 
well-being. Whereas it is difficult for an organization to predict 
and prevent terrorist attacks (Kondrasuk 2005). Under this sit-
uation, the organization must visibly demonstrate that every-
thing possible is done to assure the safety of the employees in 
the workplace. Building and maintaining trust with employees 
may help an organization in mitigating negative emotions at 
work, thus ameliorating any negative consequences of these 
emotions on work-related outcomes.  
Finally, our results suggest that an internal organizational 
variable, POS, can attenuate the negative effect of fear of ter-
rorism on overall job attitude. The result is consistent with pre-
vious findings indicating that POS, the support that organiza-
tion leaders provide their employees in the form of recognition, 
trust, and care, does moderate the relationship between em-
ployee sensitivity to extraorganizational stressors and personal 
and organizational outcomes (Reade and Lee 2012; Bader, 
Berg, and Holtbrügge 2015). With higher POS, the potentially 
detrimental effect of fear of terrorism on employee job atti-
tudes becomes weaker. The practical implication of this finding 
is that managers may have some degree of control, through 
organizational intervention in the form of human resource man-
agement practices, over the way in which extraorganizational 
factors affect employee job attitudes (Reade and Lee 2012). 
However, since organizational interventions can only be effec-
tive if employees perceive them as valuable, organizations 
need to create a dialogue with their employees, trying to figure 
out what is important to them and what they expect their em-
ployer to do (Bader, Berg, and Holtbrügge 2015). Whereas 
typical forms of social support, such as recognizing and re-
warding the employee’s extra effort or providing promotional 
opportunities, are perceived as valuable in any employer-em-
ployee relationship (Eisenberger et al. 1986), special consid-
eration of the hazards in terrorism-endangered countries need 
to be taken into account and openly communicated to the em-
ployees (Bader, Berg, and Holtbrügge 2015). For example, the 
organization must credibly prove that it is quick to respond to 
the safety concerns of the employees and takes the safety 
ideas of employees seriously (Tucker et al. 2008). 
The study has some limitations that provide opportunities for 
future research. First, despite great efforts to increase the sam-
ple size, identifying potential respondents who are willing to 
provide information on some very sensitive topics, is difficult. 
Evaluation of our statistical procedure showed that the predic-
tive power is still large enough to derive conclusions that apply 
for the whole population; however, a generalization of the re-
sults should be undertaken with care. Second, the data were 
collected retrospectively, meaning that the traumatic event 
may have influenced the employees’ responses (for example, 
their perception of social support). Thus, future studies should 
incorporate a longitudinal design including both pre- and post-
disaster surveys; however, the unpredictable nature of many 
traumatic events has likely limited the use of this design in 
related research (Byron and Peterson 2002). Future studies 
should attempt to replicate this research in the context of other 
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negative incidents associated with national political traumas 
amongst employees belonging to diverse occupational groups. 
In addition, future research should assess employees’ reac-
tions over a longer period of time, and should include multiple 
behavioral outcomes, including performance, turnover, and 
absenteeism. Third, in order to evaluate the level of POS, we 
used items from the POS scale developed by Eisenberger et al. 
(1986), some of them adapted to the special challenges in a 
terrorism-endangered country (Bader 2015). The POS scale 
comprises items that only measure employees’ perceptions re-
garding typical forms of social support provided by the organi-
zation. Future studies should develop and validate a scale to 
gauge employees’ perceptions of social support regarding how 
much the organization cares about their concerns about po-
tential terrorist attacks. Lastly, as self-report measures were 
used, a systematic bias could occur if respondents misinter-
preted their own feelings. However, as most of the study vari-
ables targeted at the individual’s own perceptions, there was 
no other option than to rely on the respondents’ ability to judge 
their own feelings and answer the questions accordingly (Ba-
der 2015).  
The study contributes to existing literature in several ways. 
First, very few studies have demonstrated how extraorganiza-
tional stressors, such as national traumatic events, may influ-
ence the important – and potentially costly – organizational 
outcome of absenteeism. In this study, we extend the literature 
on absenteeism by demonstrating how fear of terrorism can 
lead to absenteeism in the weeks following a national trau-
matic event. Second, the study explored the mediating role of 
overall job attitude in the relationship between fear of terrorism 
and absenteeism. Third, the study demonstrated how an inter-
nal organizational variable, perceived organizational support 
(POS), can attenuate the negative impact of terrorism-related 
fear on employee job attitudes. 
In summary, our study suggests that broad societal variables 
such as national traumatic events may have an important im-
pact on absenteeism. Furthermore, because the increase in 
absenteeism triggered by such national events occurs across 
many organizations, the aggregate effects may be substantial. 
However, as the results also show, by maintaining high per-
ceived organizational support among their employees organi-
zations can mitigate the adverse effects of societal or national 
traumatic events on job-related outcomes.  
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